This study aimed to identify the status of employees' perceptions of organizational justice (distributive and procedural) and employee readiness for organizational change and their possible relation to gas companies in Lorestan province has been done. This classification is based on the objective component of applied research is also based on the data of the present study -a survey. The two-variable correlation research method study sample consisted of all formal and informal forces in Lorestan Province Gas Company (headquarters and regions), the number is 499, Official Force and 343 members of which 156 are contract workers and the sample of this study consisted of 54 official and 110 are contract workers.
Introduction
Today's media environment is complex and unpredictable (Frankma, Rozendal, Taminiao, 2006, 291) , in which we witness the changes taking place in the past that is not only faster but have not joined. Today, organizations are often affected by their physical environment is known as factors (Bahadori, 2007, 23) factors such as competitors, new technologies, customers, market forces and the general population of the sentence (the French, H.., Bell, 2009, 15) . These organizations are under control. If the organization is able to identify these factors and to control and reduce complexity, it may help sustain their survival. (Bahadori, 2007, 23) Indeed, in order to compete and survive in today's business world, organizations simply did not exist that could be aligned with changing environments (Najaf Beighi, 2009, 3) . Understanding how people make judgments about justice in their organizations and how they respond to perceived justice or injustice, especially for understanding the fundamental issues of organizational behavior. (Jahromi, Salehi and Imani, 2009, 11-8) The flourishing of human beings and bring prosperity and organizational change rather than a single concept may have real effects on the lives of individuals. (Sadlr, 2001 , 64) Also, the main change has been inseparable from everyday life Deny or resists it, but the stress and isolation of any person or organization does not have to try themselves in a manner consistent with changes incoming to make to take the most advantage of the opportunities ahead. (Jeff Scott, 1,377th, 11) Since change is a problem, the best way to run it through the process and outcomes precision and Figure 2 
-1 causes a change in organization
An organizational change is reflected strategies. Adopt the view that claims that ethical principles in the organizational change reduces and about the efforts to change the organization, authority and responsibility of the organization to reduce argues, the choice of organizational operating environment with high levels of credibility and responsibility is given. Selective approach discussed in organizational change raises ethical organization. (DOS Dasants, 2009, 258 and 259) Necessarily include justice issues as well as organizational change because change is difficult and fairness issues are often raised issues of organizational change that must be hard to pull trailer. (T. COBB and Aderstoud Stephen, 1999, 23 Willingness of employees to accept change: If we say that the biggest problem facing organizations today is the changes we've gone too fast. Development acceptable in today's changing world, one of the biggest factors in the durability and longevity of the organization. The main factor to determine the value of the agent's acceptance of evolution as the survival factor is taken into account. (Sadiq M. and Holy, 1999, 138) Accept the necessity of change reluctantly and grudgingly, accepting with enthusiasm and change as new opportunities and new horizons for individuals and organizations deemed to make corrections in a timely manner is very different. The processes involved in the creation of such a shared vision and understanding of the mission of the organization. (Sadlr, 2001, 96) refers to how willing someone willing to do a special duty. No special preparation is a personal trait or traits to assess personal characteristics such as values, age and the like. (Hrsy, Blanchard, Johnson, 2004, 239) . Levin thought about leaving willingness to change with the concept of freezing is consistent and compatible and an individual attitude change that occurs during the process. Many researchers have assumed that the greater effort associated with changes due to lack of an effective freezing out process failed and why they need to make preparations before any implementation efforts have stressed and managing change. (Legzian, Malekzadeh, 2010, 102). Organizational resistance: the threat of resource allocation method: units of groups or organizations that have a large amount of resources in their control, they do change a threat to themselves. The complete satisfaction of their financial situation and do not see a need to change it. (Robbins, 1999 (Robbins, , 1130 (Robbins, -1132 . Six ways to deal with resistance to change: 1 -Training and Communication 2 -Participation and involvement -3 supports 4 -to negotiate and agree on 5 -to persuade the opposition and cooperation 6 -force (Mourhed and Griffin, 2004, 582 -580). Daniel Katz and Robert Kahn in six of the major sources of organizational resistance to change have been identified that are developed for determining excessive detail, limited vision changes, lethargy and sloth groups feel threatened by professionals feel threatened by those in power and changes in resource allocation. (substantive and Associates, 2001, 337 -338). Other causes of resistance to change fear of change structures of power fear of being agents of change and cost structure changes. (Taheri, Larry, 1998, 58) . Successful change in the organization: organizational crisis can take many forms. They have a technological or natural disaster, failure, terrorist acts, strikes, scandal or process change that shows the organizational life cycle (Coover -Misra, 2009, 497). Perceived as a threat or an opportunity for change may vary based on the stage of change. Gender, age, work experience and education: the gender distribution of the population is evaluated using the population figures for the sources of information, the quantity of men and women who, while studying sex ratio (number of males to females by a factor of 100 (M / F * 100)) refers to the number of results. (Jahanfar, 2010, 138). Since it is natural for a number of days, months, years, decades have passed since the birth of the age of the person called. The age of the person is a natural person (the FAR, 2010, 151). Usually young people with the aim of facilitating the study and evaluation of the multi-age class are divided into small and large. 1 -A person age population in many cases to draw geometric diagram is used. 2 -Five-year-old age group, one of the most popular categories in age groups, different countries of the world. 3 -Ten-year-old age group 4 -the great age of three major population groups under 15, 15-65 and 65 years and they (Jahanfar, 2010, 152 and 153). Today's literacy and education employees are considered key indicators of economic production and specialized higher education and employment, and the proportion that would be expected to be generally available that not only scientific methodology and expertise will increase the production quantity but also the quality and quantity of production is sufficient reason that practical training is the most common college or investing in staff training institution economic planning is a. (Jahanfar, 2010, 313). Gender perspective is the fact that in every society there is undeniable facts, many factors in the consolidation, and continued to have a role in shaping, the differences between men and women and they are always seen issues throughout history. (Behbahani, 2008, 38 
Materials and Methods
This classification is based on the objective component of applied research is also based on the data of the present study -a survey. And because the researchers sought to determine the relationship between the two components of organizational justice and employee readiness for change that this study is based on the research method of the study is the correlation of two variables (Delavar, 2010, 257 ). The population studied in this research, all employees working in the Gas Company is in Lorestan province, which is shown in the table below. For descriptive research, a sample size of at least 100 people is essential. But the study of such correlations, a minimum sample size of 50 is needed to explain how the relationship. (Delavar, 2010, 99) samples using non-experimental research sample is calculated using the following formula.
In this study, a questionnaire was used to collect data, which is consisted of 3 parts.
A -Personal Information B -Organizational Justice Questionnaire C -Inventory of organizational readiness for change in the approach to human resources "In this study, to measure two dimensions of organizational justice, procedural justice, distributive justice and Nih of questionnaire and Moorman (1993) and employee readiness for organizational change questionnaire for the assessment made by the text in Latin, and the dimensions content test is acceptable. In this study, in order to obtain the reliability of the questionnaire, Cronbach's alpha coefficient was used. That, prior to the final 25 of the study were randomly selected, and questionnaires they were distributed and collected questionnaires, Cronbach's alpha coefficient with the software SPSS for them are calculated to the willingness of employees to change 84/0, procedural justice for the 77/0 and for distributive justice 0/82, respectively, and the validity of the questionnaire was confirmed, indicating stability and internal consistency of the questionnaire is. To examine the relationship between variables -significant research hypotheses -multivariate regression test, as well as to examine the demographic characteristics of the Pearson correlation test was used.
Analysis of data
This study aimed to identify the status of employees' perceptions of organizational justice (distributive and procedural) and employee readiness for organizational change and the relationship between them was possible. To test these hypotheses, regression analysis is used to implement method Enter the test must be performed before a regression analysis to the results of the regression hypothesis can be invoked. 1 -Residual normality assumption: This assumption should be obtained from the difference between the observed and predicted dependent variable from normal p-p plot is used.
-The hypothesis of correlation between the dependent and independent
3 -RS assumption: the assumption must be determined whether the explanatory powers of independent variables (the mean of the independent variables on the dependent variables) are dependent variables. 4 -Kappa assumption of a linear relationship between the dependent and independent variables: the assumption is made using ANOVA test.
4-3-1 official forces
First hypothesis: Ho: between procedural justice and employee readiness for organizational change, there is no relationship. H1: between procedural justice and employee readiness for organizational change are related. 1 -Default remained normal through the remainder of the normal curve (P-P) 2 -The default correlation between the independent and dependent variables As it can be seen that the correlation coefficient obtained by way of 07/0, which indicates a weak correlation between the independent and dependent variables. 2 -The default correlation between the independent and dependent variables As it can be seen that the correlation coefficient obtained by way of 047/0, which indicates that the correlation between the independent variables and dependent Kappa. 3 -The default RS Can be seen in the table above to determine the coefficient obtained in standard (017 / -) is the 7/1% change in the dependent variable due to changes in the independent variable is. 4 -The assumption of a linear relationship between the independent variables and the dependent variable. In the above table it can be seen that the significance level of the test (sig) is greater than 5% between the two variables, so the question of any level (1 and 5%) did not interact. Given that there is a relationship between two variables can be said that the relationship is not ready for sex workers.
The fourth hypothesis:
Ho: There is a relationship between level of education and does not prepare employees for organizational change. H1: The level of education and training for the staff there is institutional change. In the above table it can be seen that the significance level of the test (sig) is less than 5 percent of the hypothesized relationship between two variables is established. With regard to the relationship between the two variables is therefore said to be that the evidence is that most employees will also increase their readiness. The fifth hypothesis: Ho: There is no relationship between age and willingness of employees to change. H1: There is a relationship between age and willingness of employees to organizational change. In the above table it can be seen that the significance level of the test (sig) is greater than 5% between the two variables, so the question of any level (1 and 5%) did not interact. Given that there is a relationship between two variables can be said that the willingness of employees to organizational change experienced staff has established a relationship.
4-3-2 conventional forces First hypothesis:
Ho: between procedural justice and employee readiness for organizational change, there is no relationship. H1: between procedural justice and employee readiness for organizational change are related. 1 -Default remained normal through the remainder of the normal curve (P-P) 2 -The default correlation between the independent and dependent variables As it can be seen that the correlation coefficient obtained by way of 346/0, which indicates that the correlation between the independent variables and dependent Kappa. 3 -The default RS Can be seen in the table above to determine the coefficient obtained in standard (112/0) is 11% of the variation in the dependent variable is due to changes in the independent variables. 4 -Kappa assumption of a linear relationship between the dependent and independent variables The tables above are observed with a unit change in the variable of Justice's approach to the value of 375/0 unit change in the willingness of employees to organizational change is. Namely justice practices can affect the dependent variable (training staff) will affect the result of the Preparation of procedural justice and employee relationship exists.
Second hypothesis:
Ho: There is no relationship between distributive justice and personnel readiness. H1: There is a relationship between distributive justice and personnel readiness. 1 -Default remained normal through the remainder of the normal curve (P-P) The tables above are observed with a unit change in the variable of distributive justice to the amount of 273/0 unit change in training employees. Namely distributive justice can affect the dependent variable (training staff) will affect the outcome between distributive justice and Preparation employee relationship exists.
Third hypothesis: Ho: the relationship between gender and the willingness of employees to organizational change there. H1: sex between employee readinesses for organizational change is related. In the above table it can be seen that the significance level of the test (sig) is greater than 5% between the two variables, so the question of any level (1 and 5%) did not interact. Given that there is a relationship between two variables can be said that the relations staff has prepared staff education. The fifth hypothesis: Ho: There is no relationship between age and willingness of employees to organizational change. H1: There is a relationship between age and willingness of employees to organizational change. In the above table it can be seen that the significance level of the test (sig) is greater than 5% between the two variables, so the question of any level (1 and 5%) did not interact. Given that there is a relationship between two variables can be said that the fitness staff has experience in employee relations.
Conclusion
This study aimed to identify the status of employees' perceptions of organizational justice (distributive and procedural) and employee readiness for organizational change and the relationship between them was possible. To test these hypotheses using regression analysis technique Enter the details of the results will be discussed in detail. Thus the first hypothesis: in Table 4 -55 can be seen that significant procedural fairness coefficient is less than one percent (.000), so it is part of the equation. Or in other words, procedural justice can affect the dependent variable (employee training) is effective. However, the design can be seen in Eq. With a change of variable procedural justice to the amount of 375/0 unit change in employee readiness for organizational change is so between procedural justice and employee fitness are related. Con equently, the second hypothesis. Table 4 -58 it can be seen that less than five percent significance level distributive justice is the coefficient (0.018) can therefore be part of the equation. Or in other words, distributive justice can affect the dependent variable (training staff) to be effective. However, the design can be seen in Eq. With a unit change in the variable of distributive justice to the amount of 273/0 unit change in employee readiness for organizational change is so between distributive justice and employee readiness for organizational change are related. The population demographic variables (hypothesis III to VII): Pearson's test was used to examine the demographic results of this test indicate that the gender qualification, age and experience with employee readiness for organizational change without relationship were established. Progeny variables ranked according to points of agreement by respondents to check the dimensions of the variables in the test group has been helping Friedman test result showed that the willingness of the staff to learn new ways to occupy the highest rank. The dimensions of procedural justice, distributive justice responsibility for the accuracy of information among the highest ranked into account.
